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Overview 
Opportunities for Ohioans with Disabilities (OOD) supports employers in creating workplaces that are 
diverse and inclusive of employees with disabilities. One way OOD does this is through providing 
consultations and training on Title I of the Americans with Disabilities Act (ADA), worksite accessibility, 
reasonable accommodations, and disability inclusion.  

This learner’s guide is a reference companion for the webinar titled “Mental Health Disabilities” which is 
the third in the six-part series “The Employers’ Reasonable Accommodation Handbook.” This 
educational series will include an overview of various disability groups and address ways to provide 
effective reasonable accommodations and foster a disability inclusive culture. In this third session of the 
handbook, these topics will be summarized:  

• Mental Health Disabilities, 
• Disability Inclusive Workplace Culture, and 
• The Interactive Process and Reasonable Accommodations.  

The information included is for educational purposes, is not an exhaustive list, and is not intended as 
legal advice.  

Mental Health Disabilities 
Mental health disabilities include conditions that can impact thinking, behavior, emotion, or a 
combination of these. These conditions can include distress and have an impact on daily activities, work, 
and relationships. Treatment is available and includes medication, therapy, and self-help. Most 
individuals with mental health conditions continue to function in their day-to-day activities.  

According to the National Alliance on Mental Illness (NAMI), one in five adults in the United States (US) 
experience a mental health condition each year. A mental health condition is often caused by a 
combination of factors which can include genetics, environment, lifestyle, stress, trauma, and brain 
structure.  

Some examples of conditions that can result in mental health disabilities include anxiety disorders, 
bipolar disorder, borderline personality disorder, depression, dissociative disorders, eating disorders, 
obsessive-compulsive disorder, posttraumatic stress disorder, psychosis, schizoaffective disorder, 
schizophrenia, and substance use disorder. Some individuals experience a combination of conditions 
and may identify as having multiple disabilities. Each condition is unique however, here are common 
signs and symptoms of mental health conditions: 

• Excessive worrying or fear, 
• Feeling excessively sad or low, 
• Confused thinking or problems learning, 
• Problems with concentration and memory, 
• Extreme mood changes, 
• Prolonged or strong feelings of irritability or anger, 
• Avoiding friends and social activities, 
• Withdrawal, 
• Difficulties understanding or relating to other people, 
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• Difficulty responding to negative feedback, 
• Changes in sleeping habits or feeling tired, 
• Low energy and decreased stamina, 
• Decrease in function, 
• Difficulty perceiving reality, 
• Inability to perceive changes in one’s own feelings or behavior or personality, 
• Physical ailments such as headaches and stomach aches with no obvious cause, 
• Suicidal thoughts, 
• Inability to perform multiple tasks or handle stress, and 
• Intense fear of weight gain or concern with appearance.  

Individuals with mental health disabilities may experience limitations with some of these skills but rarely 
experience all of them. The degree to which an individual is impacted is unique. Each person’s abilities, 
strengths, and skills are also unique. 

ADA Definition of Disability 
Individuals who meet the definition of disability according to the ADA and are qualified for the job are 
eligible to receive protection under Title I from employment discrimination based on disability. The ADA 
defines a person with a disability as “…a person who has a physical or mental impairment that 
substantially limits one or more major life activity.”  

Major life activities are those daily functions that are important to most individuals and that most 
individuals in the general population can perform with little or no difficulty. The ADA provides two non-
exhaustive lists which include examples of major life activities and major bodily functions. Here are 
some examples of each: 

• Major life activities: learning, thinking, concentrating, interacting with others, caring for oneself, 
speaking, performing manual tasks, sleeping, and working.  

• Major bodily functions: immune system, normal cell growth, and neurological and brain, 
respiratory, circulatory, cardiovascular, endocrine, lymphatic, and reproductive functions. 

 
The major life activities and major bodily functions substantially limited by a mental health disability will 
be unique to the individual.  

The ADA does not provide an exclusive list of individual diseases, diagnoses, or conditions that qualify as 
a disability. However, the ADA National Network resource “The Americans with Disabilities Act 
Questions and Answers” includes a list of conditions which should “easily be concluded” to be a 
disability.  Here are examples of these conditions: major depressive disorder, bipolar disorder, 
posttraumatic stress disorder, obsessive-compulsive disorder, and schizophrenia. 

 

OOD Resource: 

For more information on the ADA’s definition of disability, view “The Employers’ ADA Handbook – 
Title I Overview” on the employer’s page of the OOD website.   

https://adata.org/guide/americans-disabilities-act-questions-and-answers#Employment
https://ood.ohio.gov/information-for-employers/employer-resources/Employers-ADA-Handbook-Title-I-Overview
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Disability-Inclusive Workplace  
Employers who wish to hire, retain, and advance individuals with disabilities make efforts to foster a 
disability-inclusive culture in the workplace. Many of these strategies are the same across disability 
types. This learner’s guide highlights ways to create a culture that is inclusive of individuals with mental 
health disabilities by addressing disclosure, generalizations, and disability etiquette.   

Disclosure 
Under Title I of the ADA, individuals with disabilities can request a reasonable accommodation at any 
point in the hiring process and during employment, including in response to a low performance rating. 
To receive a reasonable accommodation, an individual must disclose their disability.  Disclosing is a 
personal choice and can be a difficult and overwhelming decision to make.  

There are reasons individuals may choose not to disclose a disability. Here are some examples: 

• No accommodation is needed. 
• Mental health disabilities are often invisible, which means they are not obvious. People with 

invisible disabilities may fear others won’t believe they have a disability. 
• Concern that the stigma associated with mental health disabilities will negatively impact hiring 

and promotion decisions. 
• Fear of negative reactions to the disability and work performance. 
• Worry that confidentiality will not be kept, and others will know about the disability. 

Some people with mental health conditions report they have been told to "just get over it,” or "snap out 
of it.”  That response is neither helpful nor inclusive. When employers are intentional about fostering a 
culture of disability inclusion, the employee may feel more comfortable about disclosing their mental 
health disability because the environment feels safe and open. 

Fostering a disability-inclusive culture in the workplace may help individuals with disabilities feel 
comfortable to request a reasonable accommodation if they need one. Here are strategies employers 
can consider: 

• Have a policy or procedures for providing reasonable accommodations, 
• Provide training on policies/procedures for all employees at onboarding and annually, 
• Know what constitutes a request for an accommodation and make it easy for an individual to 

request one, 
• Post reasonable accommodation statements in key areas in the built and digital work 

environments, 
• Use plain language in training communications and statements, 
• Include images of individuals with disabilities in marketing materials and on websites, 
• Ensure employee newsletters include topics related to disability,  
• Foster a mental health-friendly culture through activities like recognizing Mental Health 

Awareness Month each year and educating employees on stigmas and ways to eliminate them, 
• Train supervisors to recognize a request for an accommodation and to direct the employee to 

human resources, 
• Provide disability etiquette and awareness training for all employees, 
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• Be familiar with effective reasonable accommodations, and 
• Respect privacy and follow protocols for confidentiality. 

Generalizations 
Individuals with mental health disabilities have variance in their abilities, limitations, and needs just as 
people without mental health disabilities do and can perform a variety of types of jobs. However, 
individuals with mental health disabilities can be impacted negatively in the hiring process and at work 
when generalizations are made about their abilities. Here are examples of myths and facts about mental 
health disabilities summarized from the United States Department of Health and Human Services: 

Myths versus Facts 
Myth Fact 

Mental health disabilities do not 
impact me.  

It is likely everyone knows a person who lives with a mental 
health disability. Based on data from 2020, one in five adults in 
the United States experienced a mental health condition.  

People with mental health 
disabilities are unpredictable and 
violent. 

Only three to five percent of violent acts can be attributed to 
people living with a serious mental health condition. People with 
severe mental health conditions are more than 10 times more 
likely to be victims of violent crime than the general population. 
Most people with mental health conditions are not violent; they 
are highly active and productive members of their communities. 

People with mental health 
disabilities cannot tolerate the 
stress of working, even if they are 
managing their condition. 

People with mental health disabilities are just as productive as 
other employees. Employers who employ people with mental 
health disabilities report attendance, motivation, job 
performance, and longevity the same or greater than other 
employees.  

Mental health disabilities are 
caused by a character flaw or 
personality weakness. People 
with these types of conditions 
can “snap out of it” if they try 
hard enough. 

Mental health disabilities can be caused by genetics, physical 
illness, injury, brain chemistry, life experiences, trauma, and 
abuse. These conditions have nothing to do with being lazy or 
weak. Often treatment is needed to manage symptoms. Many 
people who seek treatment recover completely. 

Therapy and self-help are a waste 
of time when you can just take 
medication. 

Mental health treatment can include medication, therapy, or 
both. What is most effective is based on the individual receiving 
treatment.  

Treatments for substance use 
disorder are ineffective.  

Treatment can help people with substance use disorder stop 
using drugs and be productive in the workplace. Relapses can 
occur with treatment in the way that relapses can occur when 
treating other chronic diseases (diabetes, hypertension, etc.). 
When this occurs, it does not mean treatment was ineffective or 
failed. It simply means the treatment may need adjusted.   

Substance use disorder is a moral 
failure.  

Substance use disorder can be the result of biological, 
environmental, and developmental factors. It is a chronic 
disease—like diabetes or asthma—that causes changes in a 
person’s brain.  
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Investing in an inclusive workforce gives employers a competitive edge.  According to the Employer 
Assistance and Resource Network on Disability Inclusion (EARN), employees with disabilities have 
skillsets as diverse as employees without disabilities and strengthen the workplace by offering a variety 
of perspectives for problem-solving, innovative thinking, and performing work.  

A report released by Accenture in 2018 indicated that employers who implement best practices for 
hiring and supporting employees with disabilities “consistently outperform their peers, including having, 
on average, 28 percent higher revenue, double the net income, and 30 percent higher economic 
profits.” One reason may be attributed to employees with disabilities remaining on the job longer which 
reduces turnover costs. In addition, studies show employing individuals with disabilities leads to 
improved productivity, increased morale, and greater diversity in the workplace. The report was based 
on a research study conducted by Accenture in partnership with Disability:IN and the American 
Association of People with Disabilities (AAPD).  

Disability Etiquette 
Employers who are committed to fostering a disability-inclusive culture and hiring qualified individuals 
with disabilities often provide disability etiquette training for all employees. This training addresses what 
disability is, provides general and disability-specific guidelines, and addresses proper language usage. 
This type of education can help all employees feel more comfortable interacting with colleagues with 
disabilities. Disability etiquette and awareness training geared toward the interview process can help 
hiring professionals to feel more comfortable and address any unintentional biases that may impact 
their hiring decisions. 

General Guidelines 
• Show Respect – People with disabilities are people first. Concentrate on the person and not the 

disability. Remember to treat people with disabilities as the independent individuals they are. 
• Be Courteous – Respect people's personal space and any reasonable accommodations they may 

use.  
• Don’t Assume – Every person, and every disability, is different. Never assume what a person can 

or can't do. Let the person decide, and if you're unsure, just ask.   
• Ask First – If a person appears to need assistance, make sure you ask before helping. 

Acknowledge and respect the person's ability to make decisions and judgments on their own, 
even if they decline your offer to help.   

 
 
 
 
 
 
 
 
 
 
 

https://www.accenture.com/_acnmedia/PDF-89/Accenture-Disability-Inclusion-Research-Report.pdf
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Guidelines for Interacting with People with Mental Health Disabilities 
• Treat people with mental health disabilities as you would want to be treated yourself.  
• Don't patronize, condescend, or make decisions for the person.  
• Don't make assumptions about what a person wants, likes, or needs.  
• If you are aware of a person's mental health disability, you should never disclose this to others 

without asking.  
• There are many different types of mental health diagnoses, and each person is affected 

differently.  
• Don't blame the person. A person with a mental health disability can't just "snap out of it." It is 

insensitive and ineffective to tell the person to do so.  
• Focus on the person, not the mental health disability.  
• If an individual uses a service animal, don’t pet, praise, or distract the animal.  The animal is 

present to perform specific tasks for the individual. 
 

Using Appropriate Language 
Language can evolve over time to take on a negative connotation that is hurtful and excludes individuals 
with disabilities. Educating all employees on proper ways to communicate can contribute to fostering an 
inclusive culture. Here are some tips for inclusive communications: 

• Instead of referring to a person as “handicapped,” say “person with a disability.” 
• Instead of referring to a person as “mentally disabled, mentally handicapped, or mentally ill,” 

say the person “has a mental illness” or “has a mental health condition.”  
• Instead of referring to a person as “normal” or “able-bodied,” say “person without a disability.” 
• Instead of referring to a person as an addict, junkie, or drunk, say “person with a substance use 

disorder.” 
• Instead of referring to environmental features as “handicapped,” say “accessible,” such as 

accessible parking or entrances. 
• Avoid using negative words and phrases, such as crazy, insane, psycho, nuts, deranged, brain-

damaged, and demented. 
• Do not apply diagnostic or mental health terms to describe everyday individual idiosyncrasies or 

behavior such as “that’s my OCD.”  
 
A best practice is to think of how you would want someone to talk to you and always remember to be 
respectful.  

 

OOD Resource: 

For information on Disability Etiquette and Disability Awareness training, view OOD’s on-demand 
webinar “Disability Etiquette Training” on the employer’s page of the OOD website. 

For information on OOD’s no-cost Disability Etiquette and Disability Awareness training for 
employers, view OOD’s “Disability Education Resources” on the employer’s page of the OOD 
website. 

https://ood.ohio.gov/wps/portal/gov/ood/information-for-employers/employer-resources/06-disability-etiquette-training
https://ood.ohio.gov/wps/portal/gov/ood/information-for-employers/employer-resources/no-cost-disability-etiquette-and-awareness-training
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Interactive Process and Accommodations 
Title I of the ADA requires covered employers to provide reasonable accommodations to qualified 
applicants and employees with disabilities, unless doing so causes an undue hardship.  A reasonable 
accommodation is a change in the hiring process or workplace that removes a barrier and enables an 
individual with a disability to access equal employment opportunities and participate in work-related 
activities. Covered employers are required to provide reasonable accommodations in three categories of 
employment which enable qualified applicants and employees to access the hiring process, perform the 
job’s essential functions, and enjoy the privileges of employment.  

Not all individuals with mental health disabilities need a reasonable accommodation at work. When an 
accommodation is needed, it is unique to the individual, the job, and the work environment. Most 
accommodations an individual needs come with little to no cost.  

Request for Reasonable Accommodation 
Providing a reasonable accommodation generally begins with a request from an applicant or employee 
with a disability. An individual with a disability may request an accommodation at any point in the hiring 
process or during employment. Here are criteria from the Equal Employment Opportunity Commission 
(EEOC) of what constitutes a request for a reasonable accommodation: 

• Must indicate a request for a change at work related to a medical condition or disability, 
• May be communicated in the individual’s preferred form of communication, and 
• May include plain language that is not required to reference the ADA or use the term 

“reasonable accommodation.” 

A request can also come from the individual’s family, friend, medical provider, or other representative.  

Here are examples modified from the EEOC guidance of what constitutes a request for an 
accommodation: 

• An employee tells his supervisor he needs time off from work because he is “depressed and 
stressed.” This is a request for a reasonable accommodation. See below for more details about 
this example regarding documentation.  

• An employee provides her employer with a note from her treating doctor that states she needs 
a flexible schedule to be able to attend weekly therapy appointments. This is a request for a 
reasonable accommodation. 

• An employee tells her supervisor she is having difficulty getting to work on time due to a new 
medication she is taking. This is a request for a reasonable accommodation.  

There are times the employer may ask an employee whether a reasonable accommodation is needed 
even if the employee has not requested one. Guidance from the EEOC indicates employers may ask an 
individual with a disability if they need an accommodation when all these conditions are met: 

• The employer knows the employee has a disability and 
• The employer reasonably believes the employee may need a reasonable accommodation at 

work. 
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Interactive Process 
Upon receiving a request, a covered employer is expected to act quickly and begin the interactive 
process to identify the need for the accommodation and an effective solution. This training is focused on 
aspects of the interactive process unique to facilitating the process with an individual with a mental 
health disability.  

Documentation 
When a disability and/or the need for a reasonable accommodation are not obvious, an employer is 
permitted to obtain reasonable documentation to verify a disability exists and/or identify the need for 
the reasonable accommodation. Mental health disabilities are often not obvious. Here is an example 
summarized from the EEOC guidance: 

• An employee requests time off work because he is “depressed and stressed.” As mentioned 
earlier, this is a request for a reasonable accommodation. In this example, because the disability 
is not obvious, the employer may ask the employee for documentation from an appropriate 
professional verifying the employee has a disability. In addition, because the need for the 
requested time off work is not obvious, the employer may also request the employee provide 
documentation from an appropriate professional that explains the need for the requested 
accommodation.  

Some employers choose to create a medical documentation form that applicants and employees can 
use to obtain the necessary information from their treating source or provider. An example of a medical 
inquiry form is available for employers to review on the Job Accommodation Network (JAN) website. 
This example from JAN may help employers to customize a form that suits their workplace. 

The EEOC has issued guidance on its website describing the mental health provider’s role in the 
accommodation process. This guidance addresses what kind of information is helpful for providers to 
include in documentation to support their client’s request for a reasonable accommodation, such as the 
nature of the condition, the functional limitations present without treatment, the need for an 
accommodation, and suggestions for accommodations. Employers may wish to review this guidance to 
inform the medical documentation form they create. 

Identifying an Effective Reasonable Accommodation 
Once the disability has been verified and the need for the reasonable accommodation has been 
identified, the employer and the individual begin the collaborative interactive process to determine an 
effective solution.  

The interactive process begins with understanding how the disability-related limitation is impacted at 
work, what barriers are present, and what essential functions of the job are affected. Some activities an 
individual with a mental health disability may experience limitations with include learning, thinking, 
concentrating, memory, and interacting with others. Here are examples of ways this might impact work: 

• Consistently late, 
• Frequently absent, 
• Decreased morale, 
• Lack of cooperation, 
• Missed deadlines, 

https://www.eeoc.gov/laws/guidance/enforcement-guidance-ada-and-psychiatric-disabilities
https://askjan.org/topics/Sample-and-Partner-Examples.cfm#spy-scroll-heading-10
https://www.eeoc.gov/laws/guidance/mental-health-providers-role-clients-request-reasonable-accommodation-work?utm_content=&utm_medium=email&utm_name=&utm_source=govdelivery&utm_term=
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• Decreased productivity, 
• Trouble with focus in noisy areas, 
• Difficulty concentrating on large projects, 
• Increased fatigue related to a medication change, 
• Difficulty prioritizing when handling many tasks, and 
• Limitations with handling stress, such as training a new coworker.  

Next the employer and the individual explore ideas for effective reasonable accommodations. The best 
place to start with identifying an effective solution is by asking the employee who made the request – he 
or she is likely to know what solution will work best. An employer is also permitted to consult the 
individual’s supervisor to discuss essential functions of the job and the work environment to help with 
identifying an effective solution. An effective reasonable accommodation is always identified on a case-
by-case basis as each individual, job, and employer is unique.  

It can be helpful for employers to be aware of common types of accommodations available. The EEOC 
organizes reasonable accommodations into these types: 

• Making the work environment accessible, 
• Restructuring a job, 
• Permitting a flexible schedule, 
• Altering or providing equipment or services, 
• Altering supervisory methods, 
• Modifying policies, and 
• Providing reassignment. 

 
Not all modifications and items are considered a form of reasonable accommodation. For example, 
employers are not required to: 

• Eliminate a job’s essential functions, 
• Lower quality or production standards, or 
• Provide personal use items or services. 

 
Covered employers are not required to provide accommodations that cause a direct threat to health or 
safety or that cause an undue hardship. An undue hardship is an accommodation that is too costly or 
difficult to implement. Determining undue hardship requires a case-by-case assessment. 

Reasonable Accommodation Examples 
Here are examples of reasonable accommodations by type:  

• Making the work environment accessible: 
o Relocate a workstation away from distracting and/or noisy environments to increase 

focus on work tasks.  
o Install dividers or partitions between workspaces for an employee whose mental health 

disability limits concentration.  
o Change work lighting to natural or full spectrum when lighting interferes with work 

performance.  
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• Restructuring a job: 
o Permit the employee to decide what order to perform work tasks that require 

increased focus. 
o Permit large jobs to be broken into smaller tasks to complete.  
o Provide an app on a Smart device that can be used to create a check list of tasks that 

can be prioritized and checked off when completed.  
• Permitting a flexible schedule: 

o Permit an employee to start their workday later due to fatigue caused by medication 
being taken to manage their condition.  

o Permit an employee to take breaks as needed to manage symptoms related to their 
disability, such as taking a break to perform stress-reducing exercises to increase focus 
for work tasks. 

o Permit an employee to leave work early one day per week to attend necessary 
appointments and make up the time by starting early or shortening their lunch break.  

• Altering or providing equipment or services 
o Permit the use of noise-cancelling earbuds to block noise in the environment and 

increase focus on work.  
o Provide a recording device, such as a Smartpen, to record trainings, presentations, and 

meetings to reference as needed. 
o Permit the use of a job coach to provide structured training customized to the 

employee’s needs.  
• Altering supervisory methods: 

o Adjust how a supervisor communicates important information, such as assignments 
and instructions by delivering this information in the employee’s preferred format, such 
as in writing, in conversation, or through e-mail.  

o Adjust the structure of supervision for an employee with a limitation with memory by 
providing daily guidance and feedback on work tasks.  

• Modifying policies 
o Modify a “No Drinks at the Workstation” policy to permit having a beverage at the 

workstation to drink as needed to manage symptoms related to medication.  
o Modify an attendance policy to permit the use of accrued vacation time on an 

unscheduled basis when needed to manage appointments and treatments.  
o Modify a training policy to permit the use of a job coach or additional training time 

when learning new tasks. 
 
Here are examples of reasonable accommodations for the hiring process summarized from JAN’s 
website: 

• A nurse with an anxiety disorder applied for a promotion and has been invited to interview for 
the position. Based on previous interviews, she knows her symptoms are exacerbated when in 
close quarters with several people. The nurse requests a larger space for the interview and a 
limit of two interviewers present in the room as a reasonable accommodation.  

• An applicant requests to bring her emotional support animal with her to the interview to 
mitigate symptoms related to her mental health disability. As a reasonable accommodation, the 

https://askjan.org/disabilities/Mental-Health-Conditions.cfm
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employer modified a “No Animal” policy to permit the applicant to attend the interview with her 
animal.  

 
Here are examples of reasonable accommodations for performing the job summarized from JAN’s 
website: 

• An employee with posttraumatic stress disorder may have specific triggers at work that worsen 
their symptoms. Common triggers can include noise, light, and stress. As a reasonable 
accommodation, an employer could consider providing alternative lighting in the work 
environment or relocating the employee’s workstation to an area exposed to natural lighting. 

• An electrician with severe depression was required to attend regular training to maintain his 
license. Due to his condition, he had trouble paying attention and taking effective notes. As a 
reasonable accommodation he was provided with the speaker’s presentation notes in advance. 
In addition, the employer provided live captioning during the presentation and a transcript of 
the captioning was provided to the employee after the training.  

• A graphic designer experienced panic attacks frequently when traveling during peak traffic 
times. He was responsible for delivering design orders and picking up proofs from a print shop. 
As a reasonable accommodation he was permitted to arrange his travel responsibilities to be 
completed during non-peak traffic times. 

• An employee with bipolar disorder works as an administrative assistant in a busy office and has 
difficulty with memory and concentration. As a reasonable accommodation, he was provided 
written instructions for job tasks, daily checklists, and the removal of the responsibility to 
answer phones for one hour each day to focus on other job tasks. 

• A grocery store courtesy clerk with seasonal affective disorder had trouble working the early 
shift during the late fall and winter months. She experienced fatigue and depression that caused 
her to oversleep. As a reasonable accommodation she was provided an afternoon shift and was 
relocated to the front of the store with access to natural light.   

• A baker with obsessive compulsive disorder repeatedly checked each recipe for the ingredients 
needed. This took time away from performing work tasks. As a reasonable accommodation he 
was provided with a computerized checklist for each baked good recipe on the menu. In 
addition, he was permitted time in the beginning of his shift to arrange and check off items to 
be used during his workday. When he felt the need to check the ingredients, he could quickly 
reference the daily checklist instead of each individual recipe, reserving time for work tasks. 

 
Confidentiality 
During the interactive process, all personal and medical information obtained must be kept confidential. 
This includes information received through accommodation requests, discussions, disability-related 
inquiries, medical examinations, and documentation. The EEOC indicates medical information should be 
kept in separate medical files apart from general personnel files, whether stored in physical filing 
cabinets or in electronic databases. There are circumstances when medical information may be shared 
with designated parties. Here are some examples: 

• Necessary information may be shared with employees responsible for facilitating reasonable 
accommodations including when handling safety and emergency situations, 

https://askjan.org/disabilities/Mental-Health-Conditions.cfm
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• Information specific to the proper implementation and use of a reasonable accommodation 
may be shared with designated supervisors, and 

• Information requested for a compliance investigation or to assess an insurance claim, such as a 
workers’ compensation claim, may be shared with designated parties. 

 
For the most part, supervisors and employees who implement reasonable accommodations do not need 
to know the employee’s disability, medical condition, or related limitations to implement the 
accommodation. In this case, they may only know what reasonable accommodation is needed. When 
confidential disability-related information needs to be shared to effectively implement a reasonable 
accommodation, the employer should consult with the employee first and explain why this information 
needs to be shared. 

How to Respond to Questions 
Often an employee’s mental health disability is invisible, but the reasonable accommodation is not. For 
example, a coworker may notice a colleague is provided a flexible schedule or noise cancelling earbuds 
which have not been provided to all employees. This can lead to coworkers asking their supervisors and 
the employees who implement reasonable accommodations about the accommodations they notice in 
the workplace.  

Because the ADA prohibits employers from disclosing an employee’s disability, the supervisor and the 
employee implementing an accommodation are not permitted to tell the coworker the colleague has a 
disability or is receiving a reasonable accommodation. Instead, what the employer may consider is 
providing training for supervisors and employees who implement accommodations on confidentiality 
guidelines and how to respond to these types of questions. According to the EEOC guidance, here are 
examples of how the employee or supervisor may respond: 

• Emphasize it is the employer’s policy to assist any employee who encounters difficulty at work, 
• Explain that these types of situations are personal, and it is the employer’s policy to follow 

confidentiality guidelines, and 
• Reassure the coworker that his or her privacy would be respected in a similar situation. 

 
A best practice is to be proactive and provide ongoing training for all employees on the laws the 
employer is required to follow, including the right to reasonable accommodation for qualified 
employees with disabilities.   

Performance, Conduct, and Safety 
Performance 
Title I of the ADA provides protection from employment discrimination for qualified individuals with 
disabilities. To be considered qualified under the ADA, an individual with a disability must meet the 
employer’s qualification standards that are job-related and consistent with business necessity and be 
able to perform the essential functions of the job, with or without reasonable accommodation.  Based 
on this, employers may expect all employees, including employees with disabilities to be qualified to 
perform the essential functions of the job. 

When evaluating an employee’s work performance, employers should generally evaluate all employees 
using the same criteria, including employees with disabilities. Low performance should generally be 
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addressed with employees with disabilities in the same way it is addressed with all employees in the 
same job class. An evaluation that reveals low performance may be the first indication to an employee 
that their disability is contributing to work performance. An employee may choose to disclose a 
disability during this discussion and may or may not request a reasonable accommodation.  When an 
employee responds to a low performance rating by disclosing a disability and requests a reasonable 
accommodation, one must be considered, and the interactive process should begin promptly. When an 
employee with a disability responds to a low performance rating by disclosing a disability and states this 
is contributing, the employer is permitted to apply the consequences that apply to any employee with 
low performance in the same job class. 

Low performance of a job is often unrelated to an employee’s disability. However, based on guidance 
from the EEOC, an employer may ask if an employee’s low performance is related to their disability 
under this circumstance: 

• The employer knows the employee has a disability, 
• The employer has observed the employee’s low performance or has received reliable 

information from someone else like a coworker, and 
• The employer reasonably believes the disability is contributing to the low performance. 

 
Here is an example of a scenario summarized from the EEOC guidance: 

• For the past two months, an employee who works as a tax auditor has completed a third fewer 
audits than expected for her job. She has also made numerous mistakes. When asked about 
these performance concerns, she informed her supervisor that the medication she takes for 
depression causes her to be lethargic. Based on her disclosure, the employer has a reasonable 
belief that her ability to perform the job’s essential functions are impaired due to a disability. 
Therefore, the employer should begin the interactive process promptly and is permitted to ask 
disability-related questions and pursue reasonable accommodations if the employee wishes. 

 
Conduct  
Title I of the ADA does not generally prevent an employer from establishing conduct rules and 
consequences for misconduct. Employers may expect all employees, including employees with 
disabilities, to meet conduct standards. When an employee with a disability violates a conduct rule and 
the disability is not a contributing factor, the employee may be disciplined with the same consequences 
that would apply to any employee who violates the same conduct rule.  

When an employee with a disability responds to counseling or discipline for misconduct by disclosing a 
disability and requesting a reasonable accommodation, the employer may apply the consequences for 
the misconduct and must begin the interactive process, “except where the punishment for the violation 
is termination.” This is because reasonable accommodation is “prospective” and does not require 
employers to excuse past misconduct or withhold consequences for conduct violations when an 
employee indicates a disability contributed. The conduct rule must be “job-related and consistent with 
business necessity” and equally applied to all employees.  

Here is an example of a scenario summarized from the EEOC guidance: 

https://www.eeoc.gov/laws/guidance/enforcement-guidance-disability-related-inquiries-and-medical-examinations-employees#5
https://www.eeoc.gov/laws/guidance/enforcement-guidance-disability-related-inquiries-and-medical-examinations-employees#N_39_
https://www.eeoc.gov/laws/guidance/enforcement-guidance-reasonable-accommodation-and-undue-hardship-under-ada#intro


 

15 
 

• An employee who takes medication for a mental health condition is experiencing side effects 
that cause him to be groggy in the morning. He has been late for work on several occasions. The 
essential functions of his job include being available at designated times to answer calls from 
field staff. His tardiness has caused him to miss urgent calls. The employer disciplines the 
employee for tardiness. The employee responds by disclosing that he has been late because of 
his disability and requests a later start time for his shift. In this example, the guidance indicates 
the employer may apply its consequences for the misconduct of being late for work because the 
conduct rule is job-related and consistent with business necessity. The guidance also states the 
employer must begin the interactive process to consider the employee’s request for a 
reasonable accommodation.  

Safety 
Under Title I of the ADA, employers may require, as a qualification standard, that applicants and 
employees not pose a direct threat in the work environment. A direct threat is defined as “a significant 
risk of substantial harm to the health or safety of the individual or others that cannot be eliminated or 
reduced by reasonable accommodation.” Based on guidance from the EEOC, an employer may ask an 
employee about their disability when they have a reasonable belief based on objective evidence that the 
employee may not be able to perform the job safely due to their disability.  

When determining direct threat, an employer should assess the risk by using the criteria provided by the 
ADA and avoid making decisions based on myths, fears, generalizations, and/or stereotypes.  This 
includes assessing the individual’s knowledge, skills, experience, and the ability to safely perform the 
job. The EEOC criteria states to establish direct threat, an employer must: 

• Show a significant risk of substantial harm exists, 
• Identify the specific risk, 
• Show the risk is current, not speculative, or remote, 
• Perform an assessment based on objective evidence, and 
• Determine if the risk can be eliminated or reduced through reasonable accommodation. 

 
Employment Stories 
Individuals with mental health disabilities work in a variety of work settings performing an array of jobs. 
Here are several examples of employment stories that have been featured in previous editions of the 
OODWorks newsletter.  

Anthony 
Anthony ended up in jail due to complications from a substance use disorder. "The judge said I could go 
to prison or complete the Ashtabula County Court of Common Pleas Drug Court program. I chose the 
program because I saw how it could help me get and stay sober, get a job, and get my life back," 
Anthony explained.  He worked with OOD’s Jobs for Recovery Program and found a job working at 
Grand River Rubber and Plastics as a Grand River Bayonet Operator. He cuts washers, makes 
measurement adjustments to products, loads materials into machinery, and enters data. The position is 
full-time and offers incentive pay rates. He completed the Drug Court program in November 2021. 
Anthony says that he now has the job he's always wanted, and his confidence has improved with work 
experience. The entire story is available in the OOD Works newsletter. 

https://www.eeoc.gov/laws/guidance/enforcement-guidance-disability-related-inquiries-and-medical-examinations-employees#5
https://content.govdelivery.com/accounts/OHOOD/bulletins/309021e
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Amanda 
Amanda said that she struggled with addiction. After several relapses, she began participating in Drug 
Court. She said that she wanted to give back after the support she received while recovering. She got a 
Peer Support Certificate to “get her foot in the door” toward her dream job. Eventually, she was 
promoted to a Case Manager position working with others who are recovering from addiction. She said 
she “loves being able to relate with people who are coming in.” She also said she tells them about her 
relapses and how she learned a lot from them. Success at her job has helped Amanda pay for her home 
and bring her daughter back to live with her. The entire story is available in the OOD Works newsletter. 

Jeff 
Jeff has depression and anxiety. He states, “My disability has made it difficult to handle stressful 
situations such as school and finding a job.” He earned his Doctor of Pharmacy degree in 2018. Jeff was 
interested in pharmacy because he found medications and their ability to help people fascinating. In 
November 2020, he was hired by PharMerica in Cincinnati, Ohio. Jeff said that this job can be 
challenging but he is glad to be working as a pharmacist. “Just because we have this diagnosis doesn’t 
mean we can’t succeed in life,” Jeff says. The entire story is available in the OOD Works newsletter. 

Nakia 
Nakia has bipolar disorder, attention deficit hyperactivity disorder, and an intellectual disability. While in 
high school, she worked part-time at Procter and Gamble, doing light clerical and marketing work. Nakia 
lived in foster care and wanted to obtain a full-time job by the time she could no longer receive those 
services. She also wanted to live on her own. Nakia did a Community Based Assessment with Walgreens 
and was hired shortly after as a part-time stock person. She also cross-trained as a cashier and photo lab 
attendant. When her hours were reduced due to the pandemic, Nakia decided to look for a new role so 
that she could pay her apartment rent. She found a job working full-time as a cashier at Walmart in 
Hamilton, Ohio. Nakia said, “I have been through it all. Trust your heart and soul because you are great.” 
The entire story is available in the OOD Works newsletter. 

Ashanti 
Ashanti has a social anxiety disorder. While in high school, she began exploring career interests. After 
participating in a summer work experience program with OOD, Ashanti was hired as a cashier at Dollar 
Tree. There, she utilized a job coach to help familiarize her with the new role. Ashanti said “The job 
coach helped me a lot by giving me time to do things. She also helped me with the reality of what the 
world is like and took the time to talk to me about things.” After graduating from high school, Ashanti 
began working at Speedway. The entire story is available in the OOD Works newsletter. 

The Employer’s Role in Workplace Mental Health 
Many employers recognize the importance of creating a mental health-friendly workplace that offers 
resources and support for all employees. These efforts benefit employees and the employer. Employees 
may feel more comfortable and included in the workplace and have access to the support they need. 
Employers may benefit from improved performance by empowering employees to be their best. The 
Office of Disability Employment Policy (ODEP) and The Employer’s Assistance and Resource Network on 
Disability Inclusion (EARN) offer resources and strategies for employers to consider. 

https://content.govdelivery.com/accounts/OHOOD/bulletins/305979c
https://content.govdelivery.com/accounts/OHOOD/bulletins/2c255bb
https://content.govdelivery.com/accounts/OHOOD/bulletins/2b1cf90
https://content.govdelivery.com/accounts/OHOOD/bulletins/2f4460f
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ODEP has funded the Campaign for Disability Employment’s (CDE’s) new public education campaign 
called “Mental Health at Work: What Can I Do?” ODEP’s website states the campaign includes a 
description of the role all employees have in creating a mental health-friendly workplace. 

EARN offers a Mental Health Toolkit on their website with a host of resources for the workplace. This 
toolkit provides education about mental health, mental health conditions, and how to foster a mental 
health-friendly workplace. EARN delivers this information through a framework called the “4 A’s” which 
are awareness, accommodations, assistance, and access. 

To accompany this toolkit, EARN offers a short training course featuring the strategies to support mental 
health and wellness in the workplace and provides resources for common accommodations for 
employees with mental health disabilities.  

OOD’s Worksite Accessibility Services for Employers 
OOD provides no-cost consultations for employer partners to support their efforts to foster disability 
inclusive and accessible workplaces. During a consult, OOD’s worksite accessibility specialist engages 
with employers to understand their unique environment and goals, and then tailors resources, best 
practices, and helpful examples to support employers in their efforts. Topics addressed can include 
information on navigating Title I of the Americans with Disabilities Act (ADA), identifying general ideas 
for reasonable accommodations, providing accessibility guidelines for the physical and digital 
environments, and sharing best practices for fostering a disability inclusive workplace. For more 
information on a no-cost consultation, see the OOD Resource box at the end of this section.  

 

Conclusion 
OOD appreciates your interest in identifying solutions and resources to support a workplace that is 
diverse and inclusive of employees with disabilities. Each employee, each employer, and each workplace 
are unique and because of this, the effective strategy to create a work environment that is accessible 
and inclusive will be unique. We hope the information shared in this learner’s guide and webinar is 
helpful in supporting your efforts.  

OOD Resource: 

For more information on how OOD can support employers at no cost with their disability inclusion and 
accessibility goals, visit the “Workplace Accessibility” page of the Inclusive Employer Toolkit on the 
Employers’ page of OOD’s website.   

For information on the employer’s responsibility to provide RAs, view OOD’s on-demand webinar “The 
Employers’ ADA Handbook: Reasonable Accommodations and Undue Hardship” on the employer’s 
page of the OOD website.  

For information on best practices for providing reasonable accommodations, view OOD’s on-demand 
webinar “Workplace Accommodations” on the employer’s page of the OOD website. 

For information on establishing a formal interactive process, view OOD’s on-demand webinar 
“Navigating the Reasonable Accommodation Process” on the employer’s page of the OOD  website.  

https://www.dol.gov/agencies/odep/publications/business-sense/2022/March
https://askearn.org/page/mental-health-toolkit
https://askearn.org/learning-center/course/mental-health-friendly-workplace
https://ood.ohio.gov/information-for-employers/inclusive-employer-toolkit/Workplace-Accessibility
https://ood.ohio.gov/information-for-employers/employer-resources/Employers-ADA-Handbook-Title-I-Overview
https://ood.ohio.gov/information-for-employers/employer-resources/Inclusive-Employer-Handbook
https://ood.ohio.gov/information-for-employers/employer-resources/navigating-the-reasonable-accommodation-process
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Resources 
Mental Health Disabilities 

• ADA National Network. “Mental Health Conditions in the Workplace and the ADA” 
• ADA National Network. “The Americans with Disabilities Act Questions and Answers” 
• American Psychiatric Association. “Warning Signs of Mental Illness” 
• American Psychiatric Association. “What is Mental Illness?” 
• Boston University. “How do psychiatric and mental health conditions interfere with work 

performance?” 
• Job Accommodation Network. “Mental Health Conditions” 
• National Alliance on Mental Illness. “Mental Health Conditions” 
• National Alliance on Mental Illness. “Warning Signs and Symptoms” 
• Opportunities for Ohioans with Disabilities. “The Employers’ ADA Handbook – Title I Overview” 
• Partnership on Employment and Accessible Technology. “Creating a Truly Inclusive Workplace: A 

Conversation Between Colleagues with Disabilities” 
• U.S. Equal Employment Opportunity Commission. “Enforcement Guidance on the ADA and 

Psychiatric Disabilities” 
• U.S. Equal Employment Opportunity Commission. “Your Employment Rights as an Individual 

with a Disability” 
• Very Well Mind. “What is Cognition?” 

Disability-Inclusive Workplace 
• Accenture. “Getting to Equal: The Disability Inclusion Advantage” 
• Accessibility. “Why Your Employees Don’t Report Hidden Disabilities” 
• ADA National Network. “Mental Health Conditions in the Workplace and the ADA” 
• Disabled World. “Invisible Disabilities: List and General Information” 
• Job Accommodation Network. “Disability Disclosure” 
• Medium. “Invisible Disabilities Week combats stereotypes” 
• National Institute on Drug Abuse. “How Effective Is Drug Addiction Treatment?” 
• National Institute on Drug Abuse. “Understanding Drug Use and Addiction Drug Facts” 
• Opportunities for Ohioans with Disabilities. “Disability Education Resources” 
• Opportunities for Ohioans with Disabilities. “Disability Etiquette Training” 
• Partnership on Employment and Accessible Technology. “Creating a Truly Inclusive Workplace: A 

Conversation Between Colleagues with Disabilities” 
• Psychology Today. “Invisible Disabilities” 
• Psychology Today. “Ten Commandments for How to Talk About Mental Health” 
• University of Massachusetts Medical School. “Do I Tell My Boss?: Disclosing My Mental Health 

Condition at Work” 
• Understood. “Understanding invisible disabilities in the workplace” 
• U.S. Department of Health & Human Services. “Mental Health Myths and Facts” 

Interactive Process and Accommodations 
• ADA National Network. “Mental Health Conditions in the Workplace and the ADA” 

https://adata.org/factsheet/health#:%7E:text=Disclosing%20a%20psychiatric%20disability%3A%20Legal%20protections&text=According%20to%20the%20ADA%2C%20employers,a%20choice%2C%20not%20a%20requirement
https://adata.org/guide/americans-disabilities-act-questions-and-answers#Employment
https://www.psychiatry.org/patients-families/warning-signs-of-mental-illness
https://www.psychiatry.org/patients-families/what-is-mental-illness
https://cpr.bu.edu/resources-and-information/reasonable-accommodations/how-do-psychiatric-and-mental-health-conditions-interfere-with-work-performance/
https://cpr.bu.edu/resources-and-information/reasonable-accommodations/how-do-psychiatric-and-mental-health-conditions-interfere-with-work-performance/
https://askjan.org/disabilities/Mental-Health-Conditions.cfm
https://www.nami.org/About-Mental-Illness/Mental-Health-Conditions
https://www.nami.org/About-Mental-Illness/Warning-Signs-and-Symptoms
https://ood.ohio.gov/information-for-employers/employer-resources/Employers-ADA-Handbook-Title-I-Overview
https://www.peatworks.org/creating-a-truly-inclusive-workplace-a-conversation-between-colleagues-with-disabilities/
https://www.peatworks.org/creating-a-truly-inclusive-workplace-a-conversation-between-colleagues-with-disabilities/
https://www.eeoc.gov/laws/guidance/enforcement-guidance-ada-and-psychiatric-disabilities
https://www.eeoc.gov/laws/guidance/enforcement-guidance-ada-and-psychiatric-disabilities
https://www.eeoc.gov/laws/guidance/your-employment-rights-individual-disability
https://www.eeoc.gov/laws/guidance/your-employment-rights-individual-disability
https://www.verywellmind.com/what-is-cognition-2794982
https://www.accenture.com/_acnmedia/PDF-89/Accenture-Disability-Inclusion-Research-Report.pdf
https://www.accessibility.com/blog/why-your-employees-dont-report-hidden-disabilities?utm_campaign=AccessibilityPlus2022&utm_medium=email&_hsmi=214003029&_hsenc=p2ANqtz-_J18oiILyfZTcyXJHTgaH5zyQPIauNbaW022OYPxbBLLiN1bAGBhYzRAi5QdwW0-utx9WKIsIadItdDeDznoXPipCkYg&utm_content=213940903&utm_source=hs_email
https://adata.org/factsheet/health#:%7E:text=Disclosing%20a%20psychiatric%20disability%3A%20Legal%20protections&text=According%20to%20the%20ADA%2C%20employers,a%20choice%2C%20not%20a%20requirement
https://www.disabled-world.com/disability/types/invisible/
https://askjan.org/topics/Disability-Disclosure.cfm
https://medium.com/@isabellarosario/invisible-disabilities-week-combats-stereotypes-c88c4fb12c6
https://nida.nih.gov/publications/principles-drug-addiction-treatment-research-based-guide-third-edition/frequently-asked-questions/how-effective-drug-addiction-treatment
https://nida.nih.gov/publications/drugfacts/understanding-drug-use-addiction
https://ood.ohio.gov/information-for-employers/employer-resources/no-cost-disability-etiquette-and-awareness-training
https://ood.ohio.gov/information-for-employers/employer-resources/06-disability-etiquette-training
https://www.peatworks.org/creating-a-truly-inclusive-workplace-a-conversation-between-colleagues-with-disabilities/
https://www.peatworks.org/creating-a-truly-inclusive-workplace-a-conversation-between-colleagues-with-disabilities/
https://www.psychologytoday.com/us/blog/the-wide-wide-world-psychology/201306/invisible-disabilities
https://www.psychologytoday.com/us/blog/the-recovery-coach/201706/ten-commandments-how-talk-about-mental-health#:%7E:text=Don't%20use%20insensitive%20terms,misuse%20of%20drugs%20and%20alcohol.
https://www.umassmed.edu/globalassets/eap/documents/disclosing-my-mental-health-condition-at-work.pdf
https://www.umassmed.edu/globalassets/eap/documents/disclosing-my-mental-health-condition-at-work.pdf
https://www.understood.org/en/articles/understanding-invisible-disabilities-in-the-workplace
https://www.mentalhealth.gov/basics/mental-health-myths-facts
https://adata.org/factsheet/health#:%7E:text=Disclosing%20a%20psychiatric%20disability%3A%20Legal%20protections&text=According%20to%20the%20ADA%2C%20employers,a%20choice%2C%20not%20a%20requirement
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• Boston University. “How do psychiatric and mental health conditions interfere with work 
performance?” 

• Employer Assistance and Resource Network on Disability Inclusion. “Creating a Mental Health-
Friendly Workplace” 

• Employer Assistance and Resource Network on Disability Inclusion. “Mental Health Toolkit” 
• Employer Assistance and Resource Network on Disability Inclusion. “Performance Management” 
• Job Accommodation Network. “Confidentiality of Medical Information Under the ADA” 
• Job Accommodation Network. “Mental Health Conditions” 
• Job Accommodation Network. “Sample and Partner Example Accommodation Policies, 

Processes, Forms, and Training” 
• Job Accommodation Network. “Technical Assistance Manual for Title I of the ADA” 
• Job Accommodation Network. “The Manager’s Dilemma: ‘An Employee is Asking About a Co-

Worker’s Accommodation. As a Manager, What Do I say?’” 
• Opportunities for Ohioans with Disabilities. “A Team Supports Nakia’s Transition into 

Adulthood” 
• Opportunities for Ohioans with Disabilities. “Amanda’s Recovery – Paying it Forward” 
• Opportunities for Ohioans with Disabilities. “Anthony Rapose Gets His Life Back” 
• Opportunities for Ohioans with Disabilities. “Ashanti’s Successful Transition from School to 

Work” 
• Opportunities for Ohioans with Disabilities. “Inclusive Employer Handbook” 
• Opportunities for Ohioans with Disabilities. “Jeff Glad to be Working as a Pharmacist” 
• Opportunities for Ohioans with Disabilities. “Navigating the Reasonable Accommodation 

Process” 
• U.S. Department of Labor. “Planning for Performance Management – for All Employees” 
• U.S. Department of Labor Office of Disability Employment Policy. “Accommodations for 

Employees with Mental Health Conditions” 
• U.S. Department of Labor Office of Disability Employment Policy. “Workplace Mental Health – 

We All Have a Role to Play” 
• U.S. Equal Employment Opportunity Commission. “Applying Performance and Conduct 

Standards to Employees with Disabilities” 
• U.S. Equal Employment Opportunity Commission. “Enforcement Guidance on Disability-Related 

Inquiries and Medical Examinations of Employees under the ADA” 
• U.S. Equal Employment Opportunity Commission. “Enforcement Guidance on Reasonable 

Accommodation and Undue Hardship under the ADA” 
• U.S. Equal Employment Opportunity Commission. “Enforcement Guidance on the ADA and 

Psychiatric Disabilities” 
• U.S. Equal Employment Opportunity Commission. “Job Applicants and the ADA” 
• U.S. Equal Employment Opportunity Commission. “The Mental Health Provider’s Role in a 

Client’s Request for a Reasonable Accommodation at Work”  
• What can YOU Do? “The ‘Mental Health at Work: What Can I Do’ PSA Campaign” 
• Workplace Strategies for Mental Health. “Accommodation Strategies”  

 

https://cpr.bu.edu/resources-and-information/reasonable-accommodations/how-do-psychiatric-and-mental-health-conditions-interfere-with-work-performance/
https://cpr.bu.edu/resources-and-information/reasonable-accommodations/how-do-psychiatric-and-mental-health-conditions-interfere-with-work-performance/
https://askearn.org/learning-center/course/mental-health-friendly-workplace
https://askearn.org/learning-center/course/mental-health-friendly-workplace
https://askearn.org/page/mental-health-toolkit
https://askearn.org/page/performance-management
https://askjan.org/publications/consultants-corner/vol11iss01.cfm
https://askjan.org/disabilities/Mental-Health-Conditions.cfm
https://askjan.org/topics/Sample-and-Partner-Examples.cfm#spy-scroll-heading-10
https://askjan.org/topics/Sample-and-Partner-Examples.cfm#spy-scroll-heading-10
https://askjan.org/publications/ada-specific/Technical-Assistance-Manual-for-Title-I-of-the-ADA.cfm#spy-scroll-heading-60
https://askjan.org/blogs/jan/2013/12/the-manager-s-dilemma-an-employee-is-asking-about-a-co-worker-s-accommodation-as-a-manager-what-do-i-say.cfm?cssearch=2067452_1
https://askjan.org/blogs/jan/2013/12/the-manager-s-dilemma-an-employee-is-asking-about-a-co-worker-s-accommodation-as-a-manager-what-do-i-say.cfm?cssearch=2067452_1
https://content.govdelivery.com/accounts/OHOOD/bulletins/2b1cf90
https://content.govdelivery.com/accounts/OHOOD/bulletins/2b1cf90
https://content.govdelivery.com/accounts/OHOOD/bulletins/305979c
https://content.govdelivery.com/accounts/OHOOD/bulletins/309021e
https://content.govdelivery.com/accounts/OHOOD/bulletins/2f4460f
https://content.govdelivery.com/accounts/OHOOD/bulletins/2f4460f
https://ood.ohio.gov/information-for-employers/employer-resources/Inclusive-Employer-Handbook
https://content.govdelivery.com/accounts/OHOOD/bulletins/2c255bb
https://ood.ohio.gov/information-for-employers/employer-resources/navigating-the-reasonable-accommodation-process
https://ood.ohio.gov/information-for-employers/employer-resources/navigating-the-reasonable-accommodation-process
https://www.dol.gov/agencies/odep/publications/business-sense/2022/June
https://www.dol.gov/agencies/odep/program-areas/mental-health/maximizing-productivity-accommodations-for-employees-with-psychiatric-disabilities
https://www.dol.gov/agencies/odep/program-areas/mental-health/maximizing-productivity-accommodations-for-employees-with-psychiatric-disabilities
https://www.dol.gov/agencies/odep/publications/business-sense/2022/March
https://www.dol.gov/agencies/odep/publications/business-sense/2022/March
https://www.eeoc.gov/laws/guidance/applying-performance-and-conduct-standards-employees-disabilities
https://www.eeoc.gov/laws/guidance/applying-performance-and-conduct-standards-employees-disabilities
https://www.eeoc.gov/laws/guidance/enforcement-guidance-disability-related-inquiries-and-medical-examinations-employees#N_39_
https://www.eeoc.gov/laws/guidance/enforcement-guidance-disability-related-inquiries-and-medical-examinations-employees#N_39_
https://www.eeoc.gov/laws/guidance/enforcement-guidance-reasonable-accommodation-and-undue-hardship-under-ada#intro
https://www.eeoc.gov/laws/guidance/enforcement-guidance-reasonable-accommodation-and-undue-hardship-under-ada#intro
https://www.eeoc.gov/laws/guidance/enforcement-guidance-ada-and-psychiatric-disabilities
https://www.eeoc.gov/laws/guidance/enforcement-guidance-ada-and-psychiatric-disabilities
https://www.eeoc.gov/laws/guidance/job-applicants-and-ada
https://www.eeoc.gov/laws/guidance/mental-health-providers-role-clients-request-reasonable-accommodation-work?utm_content=&utm_medium=email&utm_name=&utm_source=govdelivery&utm_term=
https://www.eeoc.gov/laws/guidance/mental-health-providers-role-clients-request-reasonable-accommodation-work?utm_content=&utm_medium=email&utm_name=&utm_source=govdelivery&utm_term=
https://www.whatcanyoudocampaign.org/psa-campaigns/mental-health-psa/
https://www.workplacestrategiesformentalhealth.com/managing-workplace-issues/accommodation-strategies
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OOD’s Business Relations Team – see map on final two pages 
• Jon Hackathorn, Manager, Ohio Vocational Apprentice Program and State of Ohio Agencies 

o Phone: 614-306-1744 
o Email: jon.hackathorn@ood.ohio.gov  

• Cynthia L. Crews, Business Relations Specialist in Southwest Ohio 
o Phone: 513-309-5140 
o Email: cynthia.crews@ood.ohio.gov 
o Counties served: Adams, Brown, Butler, Champaign, Clark, Clermont, Clinton, Darke, Fayette, Greene, 

Hamilton, Highland, Logan, Madison, Miami, Montgomery, Preble, Shelby, Union, and Warren 
o Career Development Specialist: Dustin Schwab 
o Colleges/Universities served: Central State University, Miami University, University of Cincinnati, 

Wilberforce University, and Wright State University 
• Michael Hoag, Business Relations Specialist in Northeast Ohio 

o Phone: 216-210-7584 
o Email: michael.hoag@ood.ohio.gov 
o Counties served: Ashtabula, Cuyahoga, Geauga, Lake, Medina, Portage, and Summit 
o Career Development Specialist: Kris Wray 
o Colleges/Universities served: Cuyahoga Community College, Kent State University, and The University of 

Akron 
• Michelle Rinehart, Employer Services Manager covering Southeast Ohio 

o Phone: 614-961-0179 
o Email: michelle.rinehart@ood.ohio.gov  
o Counties served: Athens, Delaware, Fairfield, Franklin, Gallia, Hocking, Jackson, Lawrence, Meigs, Monroe, 

Morgan, Perry, Pickaway, Pike, Ross, Scioto, Vinton, and Washington 
o Career Development Specialist: Dustin Schwab 
o Colleges/Universities served: Columbus State Community College, Ohio University, and The Ohio State 

University 
• Ron Klonowski, Business Relations Specialist in East Central Ohio 

o Phone: 330-312-4051 
o Email: ronald.klonowski@ood.ohio.gov 
o Counties served: Ashland, Belmont, Carroll, Columbiana, Coshocton, Crawford, Guernsey, Harrison, Holmes, 

Jefferson, Knox, Licking, Mahoning, Morrow, Muskingum, Noble, Richland, Stark, Trumbull, Tuscarawas, and 
Wayne 

o Career Development Specialist: Dustin Schwab, Kris Wray 
o Colleges/Universities served: Central Ohio Technical College, Stark State College, and Youngstown State 

University 
• Jacob Karnes, Business Relations Specialist in Northwest Ohio 

o Phone: 419-277-5192 
o Email: jacob.karnes@ood.ohio.gov  
o Counties served: Allen, Auglaize, Defiance, Erie, Fulton, Hancock, Hardin, Henry, Huron, Lorain, Lucas, 

Marion, Mercer, Ottawa, Paulding, Putnam, Sandusky, Seneca, Van Wert, Williams, Wood, and Wyandot 
o Career Development Specialist: Kris Wray 
o Colleges/Universities served: Bowling Green State University, Lorain County Community College, and The 

University of Toledo 

mailto:jon.hackathorn@ood.ohio.gov
mailto:cynthia.crews@ood.ohio.gov
mailto:michael.hoag@ood.ohio.gov
mailto:michelle.rinehart@ood.ohio.gov
mailto:ronald.klonowski@ood.ohio.gov
mailto:jacob.karnes@ood.ohio.gov
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Northwest Area
Jacob Karnes
Jacob.Karnes@ood.ohio.gov
(419) 277-5192

Northeast Area
Mike Hoag
Michael .Hoag@ood.ohio.gov
(216) 210-7584

East Central Area
Ron Klonowski
Ron.Klonowski@ood.ohio.gov
(330) 312-4051

Southeast Area
Please contact Michelle Rinehart
Michel le.Rinehart@ood.ohio.gov
(614) 961-0179

Southwest Area
Cynthia Crews
Cynthia .Crews@ood.ohio.gov
(513) 309-5140

Business Rela�ons Specialists:
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